HUMAN RESOUFCES 

ESPN's Compensation Philosophy 



□ ESPN's compensation philosophy is to pay 
its workforce within a competitive market 
range for their contributions. We must be 
able to attract, retain and develop 
employees with the talent and skills needed 
to meet our company objectives. Linking 
pay to performance is the cornerstone for 
determining compensation levels. Other 
contributing factors that influence 
compensation include grade placement, job 
experience and company performance. 
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Overview 



□ Our goal was to develop a comprehensive compensation structure 
to meet the needs of our growing organization 

□ We created a more dynamic multi-dimensional model with a focus 
on performance but also taking into account position in grade, 
skill, experience, external market data and internal equity 

□ GRADE provides ESPN's managers with a better compensation tool 
and greater autonomy for compensation decisions 

□ GRADE provides employees with job family data for career 
planning purposes and greater information about where their jobs 
are positioned as well as the relative external market value of their 
jobs 

□ GRADE provides a unified compensation system reflecting ESPN's 
size, scope, diverse lines of business and geographical regions in 
which we do business 
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What's New 



□ A market based compensation structure for the company (US domestic only; on- 
air / contract Talent excluded) 

□ Three specific new salary Grade structures - Regular, Executive and Sales 





Former Grades 


New GRADES 


Regular 

(Ganornl Bonus Eligible) 


D - M L 


AiL > 11 - 25 


Executive 

(Stock and M1P Eligible) 


A- c E 


Hip E11-E18 


Sales 

(S>los Incentive plant 


There is a separate sates structure lor all employees 
particioatnQ In Sales Incentive Programs** 



□ Expansion in the number of new Grades allowing for growth and career 
development 

□ Recognition of geographic differentials - 6 geographic zones 

□ Four New Management Levels and Titles 

■ Associate Manager and Sr. Manager 

■ Associate Director and Sr. Director 



** Note: the informaton in the next several panes deals primarily with the Regular and Executive salary grade 
structures: Sales is covered at the end 
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HUMAN HfcSQUPCES 

Management Levels 

Executive VP x 
Sr. VP * 
VP * 

Sr. Director (1) * New 
Director 

Assoc. Director New 
Sr. Manager New 
Manager 

ASSOC. Manager New 'indicates MIP aid sicck eligibility 



Supervisor 



(1) All current C level Orectora will be Sr. Directors 
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GRADE Structure 1 - General Bonus Eligible 



GRADE Struclure 


Grade 
Level 


Start of 
Range 


Start 2Q 


Start 3Q 


Start 4(? 


Maximum 


Structure 1 


11 


$150,720 


$169,560 


$188,400 


5207,240 


3226,03C 


Bristol Las Vegas, Denver, 


12 


$122,520 


$137,835 


$L53,150 


$168,465 


3183,780 


New Jersey, Philadelphia, DC (+6%) 


13 


$102,120 


SH4.885 


$127,650 


S 140,41 5 


$153,180 




14 


585,080 


$95,715 


$106,350 


SI 16,985 


$127,620 




15 


568,120 


576,635 


$85,150 


$93,665 


$102,180 




16 


S59.2C0 


$66,600 


374,000 


$31,400 


$88,800 




17 


$51,440 


557,870 


$64,300 


$70,730 


$77,160 




18 


S44.8C0 


$50,400 


$56,0CO 


$61,600 


$67,200 




19 


$33,920 


343,755 


$48,650 


$53,515 


$58,380 




20 


S33.BCO 


$38,025 


$42,250 


$46,475 


$50,700 




21 


S29.400 


$33,075 


336.750 


$40,425 


$44,100 




22 


$25,560 


$28,755 


5 3 L. 950 


$35,145 


$38,340 




23 


$22,240 


$25,020 


$27,303 


$30,580 


$33,360 




24 


S 19,400 


321,825 


524,250 


$26,675 


$29,100 




25 


515,340 


31B.945 


521,050 


$23,155 


S25,260 



For Managers Only - Not For Distribution 



For Internal Use - Company Contidentlal ? 
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Regular and Executive Grade Ranges 



Executive 
structure 
(HIP arid b:o:k 
Eligible) 



Regular 
Structure 
(General Bonus 
Eligible) 



Ell - E13 






El 5 


11 


E16 


12 


E17 


13 








15 


16 



X Grade Overlap 



Gradeoveriefi- allows ESPN to 
pa/ ccwpeiltve oase salaries to 
tiiOh performing individuEi 
contiibutora and other ompto/ees 
asapp^praieeven though tnese 
employees ma/ ncfl be ESPN 
executves 



17-25 
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How To Use The New GRADE Structure 



"Maximum" is Ihe 
salary limit for each 
grace 



** 



Example ** - — _ 
Grade 17 -Br istol (Structure 1) 




employees build 
expertise, and 
responsibilities over 
time (ae coriBistart 

with pay for 
performance) 
incve op in th* 





Generally, 
employees enter a 
job towards the 
lower end of a 
-„grade range,, 



"Staitng Point' is trie lowest salary we 
would pay an individual in that grade 



Maximum = S77.15C 



There are 6 
geogrgphtcal salary 
structures witti 15 
grades each 



4" 1 Quart le 



3" Quartle 



2"' Ouanile 



: 1 SI Gusrtle 



Market RsngooncornpassoB 
cornpotitive salary leva 6 

tor employees in Grade 1 7 



Starting Point =$51,440 
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How to Use the New GRADE Structure 



□ Managers are strongly encouraged to differentiate 
</ Performance 

✓ Time In Job 
/ Skill Set 

✓ Experience 

/ Internal Equity 

□ All ESPN employees will be paid within the " competitive market 
range " for their job 



□ Employees who are being paid below the starting point of the salary 
range will receive an adjustment (retroactive to 1/1/05) to be 
within the competitive market range for their position 



□ Higher performing employees who are above the maximum may be 
eligible for annual "lump sum" merit increases beginning April 2006 
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HUMAN HESOURCtS 



Lump Sum Increases 



Lump Sum 

Boginning in April 2006 higher 
performing employees may receive 
a one time lump sum (not added to 
their annual base salary) payment 
at the time merit increases are 
made in April. 



/$80 

t 

\ $75 / 
/$70\ 




Baao aslafiee 
starting above the 
range may receve a 
lump sum merit 
increase 



i salaries witliln 
ihe grade range 
should be a normal 
merit incrooso io 
base salary 











Base salaries 
3 taring in Iho range 
shoulO 1j3 a normal 
merit increase lo 
base salary 



Key Points 

• Receive full year 
value of increase in 
one payment; no loss 
at termination 

■Does not add to 
wage base tor bonus 
calculation and 
certain benefits 

• Lump sum merit % 
tor top performers 
may be lower than 
those for top 
performers within the 
salary range (not over 
the range maximum) 



GRADE supports our Compensation Philosophy 



□ Pay-for-performance philosophy remains the primary 
factor in determining compensation while 
incorporating a multi-dimensional model that includes 
position in grade, skill level, experience, external 
market data and internal equity 



□ Greatly expanded number of overall levels or "grades" 
providing growth and career development 
opportunities 



□ GRADE information will be used in making all key 
compensation decisions 
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Your Role as a Manager 

Attend a GRADE Information Session 1/4 - 1/19 

■ GRADE Information Sessions for all managers by functional 
area with Compensation (Intercall meetings via tele- 
conference with PowerPoint on ESPN Intranet) 

□ "Manager to Employee" communication 1/17 - 1/31 

■ Discuss GRADE with each of your employees 

■ Review this information and articulate your support 

■ A personal Ccmp Profile for each employee will be provided 

□ Manager communication to employees "below the salary range 
starting point" must be completed by 1/21 

■ Salary adjustments to employees "below the salary range 
starting point" are effective 1/1; will be reflected in 1/27 
paycheck including retro 

□ Familiarize yourself with the Frequently Asked Questions (FAQs) in 
preparation for your GRADE Information Session (refer to page 17- 
18) 
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HUMAN HteOUHCfcS 

xv ManagerTo Employee" Communication 

□ WHO Meet with all your employees 1 on 1 

□ WHEN January 17 th - January 31 st 

□ WHAT Review this deck, especially: 

■ Page 4 - Overview 

■ Page 5 - What's New 

■ Page 6 - Management Levels 

■ Page 15 - Additional Talking Points 

■ Discuss their individual GRADE information on 
the Comp Profile (will be provided to you) 

■ Review responses to Frequently Asked Questions 
(FAQs) and discuss with your employees as 
appropriate 

■ For employees on a sales incentive plan review 
pages 20 - 23 only 
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Additional Talking Points 



For employees who have a base salary above the maximum of their salary 
grade range: 

■ 'As a result of our market analysis and the GRADE project, we have found your 
base salary to be above the grade maximum. For 2005, you will be eligible for a 
merit adjustment in April as part of the Common Annual Review process based on 
your performance and other factors " 

■ "For the 2006 Common Annual Review process, if your base salary remains above 
the grade maximum you may be eligible for a lump sum increase (please discuss 
page 11 with your employee if applicable). 

For employees who have a base salary less than the starting point of their 
salary grade range: 

■ "As a result of our market analysis and the GRADE project we are adjusting your 
base salary to the starting point of your salary grade range effective January I s '"; 
this adjustment will be reflected in your paycheck of 1/27 including any retro pay" 

■ "You will be eligibfe for a merit adjustment in April as part of the Common Annual 
Review process based on your performance as well as your position in grade, skill, 
experience and other factors' 
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Compensation Profile **DRAFT** 



□ This profile 
will be created 
for each 
employee and 
given to them 
By their 
immediate 
manager as 
part of the 
Manager to 
Employee" 
discussion 



Grade Assignment and Salary Range 





DM. JOV 
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CutsM !*'«>' 
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Frequently Asked Questions (FAQs) 

C Q. Why do we need a new Grade Structure? 

A. ESPN's growth in the past 25 years, both In size and scope, has been phenomenal. Becavsc of our 
growth, we have outgrown our current compensation structure. GRADE gives us tho flexibility to 
ensure wo remain competitive in all areas in which vie operate. 

□ Q. Why do we need 3 new salary structures? 

A. Tnree new sslary structures have been created tc support the different employee populations at 
ESPN - genera/ benus eligible (Regular structure); pm> bonus eltg)ble ftxecutive structure) ana sales 
incentive Plan participants (Sales structure). All J structures have a market oasis and are intended to 
function s\mllariy while recognizing the unique characteristics of each group. 

D Q. How was the information about my position obtained? 

A. Compensation met with managers in all areas of ESPfJ who provided information about all jobs in 
their respective areas. Detailed job family grids for all functional areas were developed using this 
Information 

□ Q. What Information was used to market price my position? 

A. Compensation reviewed all posivons in the company and matched the too requirements tc industry 
and functional survey data v/ith the assistance of external consultants. TTiese consultants have 
expertise 'n the areas in which we operate and assisted in determ>n\nq the appropriate market 
comparisons and salary information lor cur jots. This v/as then reviewed and agreed upon cy 
Compensation and senior management across ESPN. 



. Are employees receiving salary adjustments as a result of GRADE? 

The focus of this project was rot to rnaie salary adjustments. We are creating a new compensation 



?: 

grading structure, which FSPiV will use to manage salaries going forward. However, if we find some 
employees that need adjustments (eg, those ' under the starting point" of their assigned grade range) 
as a result of GRADE, we will make those adjustments. 

Q. Can I have a copy or the salary structure? 

A. At this time we are providing the salary range Information related to your position only. In the 
tuture, additional information vnl\ veconis available. 
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More Frequently Asked Questions (FAQs) 

□ Q. Is the project completed? 

A. GRADE is cn-aolno and ESPN will continue to participate in annual salary surveys. We vM use this 
information to continually update ttie new salary structures "o ensure ESPN is paying employees 
competitively. 

□ Q. Is pay for performance still important? 

A. Yes. Wc will continue to use a pay -for- performance approach when determining base salary merit 
adjustments as well as bonus swards. Contributing factors to position in grade also include experience, 
time in job, time in grade, sh'/l set, job scope and internal equity. 



? 



Have new management levels been added to the structure? 

Ves. Four new levels of management have oeeit added, ihese Include Associate Manager, Senior 
Manager, Associate Director and senior Director, in addition, non-management career paths ere being 
developed for trie career advancement of individual contributors. 



□ Q. Why was my job title chanaed? 

A. To hove greater consistency, jobs with similar attribute; and responsibilities were aligned and in 
some cases it was appropriate to adjust job titles. 

□ Q. Why Is It Important to have salary grade range starting points and maximums? 

A, AS a company our objective is not to underpay or overpay for a given position. 

D Q. Does my job have a specific market price? If so, what Is It? 

A. Each ESPN job has a competitive salary range (which will be communicated to you} based on 
external market data. Your salary within that range is based on a number of factors including your 
overall performance, amount of time in your position, skill set experience level and equity. 



Q. What is a job family grid and why do we need them? 

A. Job family grids were created with Input from managers across ESPN. Tney are used to define the 
attributes (too Scope. Knowledge, Skill, Experience, Analysis, Problem Solving, Detision Making and 
Communication/ interaction) of a position and the logical progression of related jobs by highlighting the 
key differences bett/een levels and titles in job families. 
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HUMAN RESOURCES 

GRADE - 

Sales Structure 



The following pages apply to ESPN employees who 
participate or manage employees who participate in 
an ESPN safes incentive plan. 



m mmm 
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GRADE - Sales Structure 



□ The Sales Structure applies to all ESPN employees whose 
total compensation includes a sales incentive component 

□ The sales business units included are: 

■ Advertising Sales 

■ Affiliate Sales 

■ International Sales 

■ ESPN Regional Television (ERT) 

■ SportsTicker 

■ ESPN the Magazine 

■ ESPN.COM 

■ Bass/Outdoors 

■ ESPN Deportes 
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Sales Incentive Plan Structure 



□ The primary anchor for analyzing compensation for sales employees is 
Total Cash Compensation ( TCC = base + sales Incentive ) vs. base 
salary. As a result, there is not a base salary derived range, as there 
is in the Regular and Executive salary structures. 



□ Therefore, we developed a title based hierarchy structure for 

employees participating in a sales incentive plan as part of GRADE. The 
market data received as part of our GRADE project satisfied the 
decision to slot everyone as shown in the title based hierarchy shown 
on the next page. 



□ Every Business Unit Sales Incentive Plan has different "leverages" 
(base salary as a % of TCC ). Therefore, to develop a base salary 
structure that encompassed all of ESPN's Business Units with a sales 
incentive plan was not practical given ESPN's diverse businesses. 



□ Market based compensation data v/ill continue to be used to assist us 
in determining how we compensate sales employees. 
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Title Based Hierarchy Structure for Sales 

□ Executive Vice President ** 

□ Senior Vice President ** 

□ Vice President ** 

□ Senior Director ( new level ) ** 

□ Director 

□ Associate Director ( new level ) 

□ Senior Manager ( new level ) 

□ Manager 

□ Associate Manager ( new level ) 

□ Senior Account Executive / Representative 

□ Account Executive / Representative 

□ Account Service Executive / Sales Associate 

□ All Other 

** Stock eligible 



?? 



Sales Incentive Plans - TCC 



Example 





TCC 




Leverage 




67% 




S150 



TCC 
Leverage 
80% 



$12! 




TCC 
Leverage 
83% 

,$120 



$100 




S100 




S10C 






























— ■ — 











Sales Incentive 
Base Salary 



Plan A 



PlanB 



Plan C 
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HUMAN RESOURCES 

Grade Ranges and Geographic Differentials' 

□ Structure 1 (+6%) 

(Bristol, Philadelphia, Las Vegas, Mew Jersey/ DC, Denver ) 

□ Structure 2 (+18%) 

(New York, San Francisco) 



□ Structure 4 (+0%) 

(Atlanta, Dallas, Madison, wr, Fort Worth, North Carolina, Orlando) 

□ Structure 5 (-5*/o) 

(Aspen, Indiana, Missouri, WV) 

□ Structure 6 (-14%) 

(Montgomery) 



•Note: Geog'aphic differentials apply to the Regular Salary Grade Stricture only. The differentials are based 
on market based Cfls.r.o fLa . b .or in the various regions, not rnst of living . 



□ 
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GRADE Structure 1 - General Bonus Eligible 



GRADE Structure 


Grade 
Level 


Start of 
Range 


Start 2Q 


Start 3Q 


Start 4Q 


Maximum 


Structure 1 


11 


$150,720 


$160,560 


$188,400 


$207,240 




Bristol, US Vegas, 


12 


$122,520 


5137,335 


5153,150 


$163,465 


$103,700 


New Jersey, Rilladelphla. 














rX, Denver {-6%) 


13 


$102,120 


$114,885 


$127,650 


$140,415 


$153,180 




Id 


$85,080 


$95,715 


$106,350 


5115,985 


$127,620 




15 


S68.120 


576,635 


(85,150 


593.665 


$102,180 




16 


359.200 


$66,603 


574,000 


581,403 


S88,8C0 




17 


$51,443 


S57.370 


564,300 


570,730 


S77,160 




18 


$44,800 


S 50,400 


556,000 


361.603 


S 67, 200 




19 


$38,920 


543,785 


548,650 


353.515 


553,380 




20 


$33,800 


538,025 


$42,250 


345,475 


S 50,700 




21 


$29,400 


$33,075 


$36,750 


340,425 


544,100 




22 


$25,560 


528,755 


$31,950 


335,145 


538,340 




23 


522,240 


S25 ( 020 


$27,800 


330,580 


S 33,360 




24 


$19,400 


S 21,825 


524,250 


326,675 


329,100 




25 


• : ; 


518,945 


$21,050 


323,155 


525,260 
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GRADE Structure 2 - General Bonus Eligible 



GRADE Structure 


Grade 
Lovol 


Start of 
Rango 


Start 2Q 


Start 3Q 


Start 4Q 


Maximum 


Structura 1 


11 


1167,783 


$188,755 


5 209, 72 B 


1230.731 


$251,674 


New Zork, San Francisco (f 18%) 


12 


$136,390 


$153,439 


S 170,488 


$187,537 


$204,585 




13 


$113,631 


$127,891 


S 142, 101 


$156,311 


$170,521 




14 


$94,712 


$106,551 


S118,393 


$130,229 


$142,068 




15 


$75,832 


585,311 


$94,790 


$104,269 


$113,748 




16 


$65,902 


574,140 


$82,377 


$90,615 


$96,653 




17 


$57,263 


$64,421 


$71,579 


576,737 


$65,695 




18 


$49,872 


$56,106 


$62,340 


$68,574 


$74,808 




19 


$43,326 


(4S.742 


$54,158 


$59,573 


$64,989 




20 


$37,626 


$42,330 


$47,033 


$51,736 


$56,440 




2L 


$32,728 


$36319 


$40,910 


S45.001 


$49,092 




22 


$28,454 


$32,010 


$35,567 


539,124 


$42,680 




23 


$24,758 


$27,852 


$30,947 


534,042 


$37,137 




24 


$21,596 


$24,296 


$26,995 


$29,695 


$32,394 




25 


$L 8.746 


521,090 


$23,433 


$25,776 


$26,120 
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GRADE Structure 3 - General Bonus Eligible 



GRADE Structure 


Grade 
Level 


Start of 
Range 


Start 2Q 


Start 3Q, 


Start -Q 


Maximum 


Structure 3 


11 


$ 157,629 


$177,550 


$197,267 


$217,015 


$236,744 


Boston, Seattle, Oiicaao, LA. 


12 


$128,299 


$144,337 


$160,374 


$176,411 


$192,449 






Detroit, Newport Beach (+11%) 


13 


$106,937 


$120,304 


$133,671 


$147,038 


$t6Q,40S 




1* 


$89,093 


$100,230 


$111,367 


$122,503 


$133,640 




15 


$71,333 


580,250 


S89.167 


$98,083 


$107,0C0 




16 


$61,992 


569,742 


S77.491 


$85,240 


$92,989 




17 


$53,866 


560,600 


567,333 


$74,066 


$80,800 




18 


$46,913 


$52,777 


553,642 


$64,506 


$70,370 




19 


$40,756 


(45,350 


S50,945 


$56,039 


$61,134 




20 


$35,394 


S 39,9 19 


544,243 


$48,657 


$53,092 




21 


$30,787 


534,635 


S 38.483 


$42,332 


$46,180 




22 


$26,766 


530,111 


$33,457 


$36,803 


$40,148 




23 


$23,289 


S25,200 


529,111 


$32,022 


$34,934 




24 


$20,315 


$22,854 


525,394 


$27,933 


$30,473 




25 


SI 7,634 


519,339 


522,043 


$24,247 


526.452 
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GRADE Structure 4 - General Bonus Eligible 



ORADE Structure 


Grade 
Level 


Start Of 
Range 


Stari 2Q 


Start 3Q 


Start 4Q 


MoMimiim 


Structure J 


11 


S142.180 


$1 £0.962 


$177,735 


$10S,SO0 


E313283 


Alanla, Dallas, Madison, Ft Worth. North 


12 


S1 16665 


$1 30.033 


$144,431 


$153,920 


$173,377 


Carolina. Orlsnto. Eugane. Miarri 0%) 


13 


S36340 


$106,382 


$120,425 


$132,467 


$1 44.509 




14 


S30.2W 


$S0.29f 


$100,330 


$110,393 


SI 20.390 




IS 


$34 264 


$72.29? 


360,330 


300,330 


$90,390 




16 


$55040 


$62,330 


£69,011 


376.792 


$33,774 




17 


$46,528 


$64,504 


360,660 


566,726 


$72,702 




IS 


$12264 


$47,547 


362,830 


3S6.113 


$33,396 




19 


$Sfi7l7 


S41.307 


S45.B96 


350.486 


$55,075 




20 


$31,887 


S35.873 


S39.B58 


343.844 


$47,830 




21 


$27,736 


S3 1,203 


534,670 


338,137 


$41,604 




zz 


$24,113 


327. 127 


530,142 


333,130 


$30,170 




23 


S20.981 


323,004 


S20.220 


326,648 


$31,472 




24 


Si 8302 


320,590 


622,677 


325,195 


$27,453 




25 


Si 6 897 


£-.7.373 


510,658 


321.844 


$23,830 
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GRADE Structure 5 - General Bonus Eligible 



GRADE Structure 


Grade 
Level 


Start of 
Range 


Start 2Q 


Start 3Q 


Start 4Q 


Maximum 


Structure 5 


11 


$135,079 


$151,964 


$168,849 


$165,734 


$202,619 




12 


$109,806 


$123,531 


$137,257 


$150,933 


$L 64,708 


Asper. Indiana, Missouri v/v, 


13 


$91,523 


$102,963 


$114,403 


$125,844 


$137,284 


Oklahoma, Birmingham, Kansas, 




Tampa (-5%) 


14 


$76,251 


$85,782 


S95,314 


$104,845 


$L 14,376 




15 


$61051 


$63,682 


S76,314 


$83,945 


$91,576 




16 


$53,057 


$59,689 


566,321 


$72,953 


$79,585 




17 


$40,102 


$51,665 


S 57,627 


$63,390 


$69,153 




lfl 


$40,151 


$45,170 


350,189 


$55,203 


$60,226 




19 


$34,881 


339,241 


343,601 


$47,962 


£52,322 




20 


$30,292 


434,079 


337,866 


$41,652 


$45,439 




21 


$36,349 


$29,643 


S3? ,936 


$36,230 


$39,534 




22 


S22.908 


$25,771 


$28,634 


$31,498 


S34J61 




23 


S-9,932 


S22.424 


$24,915 


$27,407 


529,998 




24 


$17,337 


$19,560 


S21,733 


$23,907 


S26O80 




25 


$: 5,092 


S 16,979 


$13,566 


$20,752 


$22,639 
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HUMAN RESOURCES 

GRADE Structure 6 



- General Bonus Eligible 



GRACE Struotiiro 


Lovol 


Start of 
Rango 


Start 20 


Start 30 


Start 40 


Maximum 


Struclur* 6 


11 


S1222S2 


$137,*(W 


$162,963 


5168.138 


E1 83423 


Worlgoireiy (-1M4) 


12 


$00403 


$111,828 


$124,254 


$136,679 


S14910B 




13 


$82 852 


SS8.209 


SI 03.566 


S113.922 


5124278 




14 


$69,027 


577,658 


SS3.264 


$94,912 


$103541 




IS 


$65267 


562,178 


SW.C84 


$76,992 


S32901 




10 


$48,030 


$54,034 


$00,030 


$OC,042 






17 


$41,734 


$40,931 


$02,106 


$07,385 


502002 




16 


$30,3-7 


£40,501 


845,434 


$49,977 


554521 




10 


$31 577 


536,524 


S39.471 


$43,418 


$47,386 




20 


$27433 




$3t,37fi 


$37,706 


S41.134 




21 


$23,853 


529.834 


$29,816 


$32,798 


S35779 




22 


$20,737 


523.330 


$25,922 


328.514 


S31 106 




23 


$18,W4 


$20,299 


$22,556 


$24,810 


S27066 




24 


$15,7*0 


$17,707 


$1 9.676 


$21,642 


$23609 




25 


513.CC3 


$15,370 


$17,076 


$10,700 


$£0 434 
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HUMAN RESOUPCES 



GRADE Structure Executive - mip + stock Eligible 



GRACE Structure 


Grade 
Level 


Stan of Range 


Slail 20 


Start3Q 


Start 4Q 


Maximum 


EWCUUW 
















E13 


$244,350 


$235,075 


$325,800 


SS6G.525 


$407.2 E0 




E14 


$183,675 


S2U2S8 


$344. MO 


S27S.5I3 


S308.1!S 




E16 


$141,300 


31B4.860 


$103,400 


S21 1.050 


S235.5CO 




£16 


$114.6&3 


9134.000 


$153,150 


S17E.2P4 


$101,430 




EI7 


3S5.738 


3111.084 


$127,650 


5143,606 


3159.563 




£18 


$76,763 


$93,056 


$106,350 


Sliy.H44 


$132,938 



"Grades eu and 
EL2are not shown 
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HUMAN RESOURCES 

Job Family Grid Excerpt 
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HUMAN RESOURCES 

How We Market Priced ESPN Jobs and Built a Salary 
Structure... 



□ Developed detailed job family grids describing each job at ESPN allowing for accurate 
market pricing 

□ Determined the competitive market rates for oase salary utilizing specific salary survey 
data 

□ Slotted jobs into t of 3 new salary grade structures - Regular, Executive and Sales 
1,748 \ Market 



Job 

Start family 
Grids 
Created 



ESPN I 3 /Price 
JoDs * These 
Jobs 



Slot 
1,748 

"Jobs" 



Build me 
Salary 
Grade 
Structure 



Place all 
ESPN 
jobs in 
the 

GRADE 
Structure 



Place 

Employees 
in Jobs 



Analyze 
Employee'* 
Position In 
Grade 
Range 



Appropriate 
Adjustments 
via 'bring lo 
starting point 
of grade 
range', merit, 
special 
adjustments 
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HUMAN HESOURGfcS 



Placing ESPN Jobs In Grade Structure 



Market Dato Points for Jobs Grace 
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1,748 Jobs at ESPN have been placed in structure!! 



